The purpose of this daily diary study was to investigate whether a positive experience initiated at work (i.e., work enjoyment) may have an indirect impact on employees' significant others. Based on Fredrickson's broaden-and-build theory (2001) we predicted that daily work enjoyment would be positively related to own daily well-being (spillover) and, in turn, daily well-being would be transmitted to the partner (crossover). Eighty couples participated in the study. Participants filled in a diary booklet during five consecutive working days. Overall, results supported our hypotheses. This study is the first to provide evidence for an upward spiral initiated at work and transferred at home in the form of couples' increased well-being.
Although daily hassles at work exist, fortunately there is also a chance to experience positive states while working. Scholars have emphasized that job resources have the potential to initiate positive spirals leading to experiences such as work engagement, which in turn, leads to increased well-being and job performance (Bakker & Demerouti, 2008) . Further, it has been shown that positive states trigger upward spirals toward emotional well-being (Fredrickson & Joiner, 2002) . According to Fredrickson and Branigan (2005) , emotions are "short-lived experiences that produce coordinated changes in people's cognitive, physiological, and behavioural responses, so that positive emotions will create positive responses" (p. 313). Based on these assumptions, a growing number of researchers in the field of work and organizational psychology have focused on the benefits of a short-peak experience known as flow, "a state of consciousness where people become totally immersed in an activity and enjoy it intensely" (Bakker, 2005, p. 26) . For instance, Bakker (2008) found that this positive work experience was related to increased performance and job satisfaction. There is also evidence for an upward spiral in the form of a reciprocal relationship between flow and personal and organizational resources over time (Salanova, Bakker, & Llorens, 2006) .
Despite this, there is scarce research on how positive experiences at work may influence non-work life and significant others (Demerouti, Bakker, Sonnentag, & Fullagar, 2012; Rodríguez-Muñoz, Sanz-Vergel, Demerouti, & Bakker, in press ). In the current study, we aim at filling this gap by analyzing the enjoyment component of flow and its impact on daily well-being at home. In addition, we are interested in finding out whether a positive experience initiated at work may have an indirect impact on partner's well-being via actor's well-being, which means that an upward spiral may emerge between couples. This proposition implies recognizing a positive synergy between work and family. As some authors have suggested, work and family can be allies and sharing positive work events with significant others may increase family well-being (Greenhaus & Powell, 2006; Ilies, Keeney, & Scott, 2011) .
The current study contributes to the literature at least in three ways. First, to the best of our knowledge, this is the first study analyzing how daily work enjoyment is transferred to the home domain in terms of higher levels of own well-being (spillover effect) and partner's well-being (crossover effect). Second, by using a diary design, we are better able to capture the flow experience (in the case of this study, the component of work enjoyment). Selecting an appropriate methodological approach is crucial, especially when working with an experience that is inherently "volatile", such as the flow experience (Rodríguez-Sánchez, Schaufeli, Salanova, Cifre, & Schonnenschein, 2011) . Third, we use an innovative strategy of analysis ("The Actor-Partner Interdependence Model", APIM), which has been considered as the most appropriate technique for testing interdependence within dyadic relationships (Cook & Kenny, 2005) . The APIM allows us to explore (a) bidirectional relationships between the members of the dyad, (b) how a specific variable affects one's own criterion variable (actor effect), and (c) how much a person is influenced by a partner (partner effect).
Work enjoyment: The emotional component of flow
There are three dimensions that are consistently mentioned in the different conceptualizations of flow: absorption, enjoyment and intrinsic motivation. Absorption refers to total immersion in the activity, the feeling that "time flies". Work enjoyment is the outcome of cognitive and affective evaluations of the flow experience, "you feel happy while working". Intrinsic motivation refers to performing a certain work-related activity with the aim of experiencing the inherent pleasure (see Bakker, 2008) .
Most researchers have directed their attention towards the two first components. For instance, Ghani and Deshpande (1994) highlighted the total concentration and the enjoyment as the two key characteristics of flow. In a similar vein, Rodríguez-Sánchez, Cifre, Salanova, and Aborg (2008) considered intrinsic motivation as a prerequisite of the flow experience itself. Absorption is considered to be the cognitive component of flow, given that it requires a state of total concentration (Csikszentmihalyi, 1990) . Finally, enjoyment corresponds to an affective evaluation, people feel happy while working (Diener, 2000) . We decided to focus on work enjoyment because this affective component of the flow experience has been considered most important in sustaining resources both during and after work rather than the behavioral components of the experience (absorption) or the reasons why individuals are engaging in specific activities (intrinsic motivation). Indeed, whereas absorption has not been related to energy states, enjoyment has been positively related to well-being after work . Given that in our study we bring together the work and the home domains, we consider appropriate to focus specifically on this affective component of the experience of flow.
The daily spillover of work enjoyment
Interestingly, researchers tend to link work-related variables with outcomes within the same domain. We find a clear example in the case of flow. Literature on work-related flow has traditionally linked this experience with job-related outcomes. For instance, it has been found that flow predicts in-role and extra-role performance, particularly among conscientious employees (Demerouti, 2006) . Interestingly, taking into account the three components of flow, Bakker (2008) found that the enjoyment component of the flow experience was the most important predictor of different outcomes such as in-role performance or job satisfaction. However, there is evidence that positive experiences lived in one domain may be transferred to another domain, which is called spillover effect (Edwards & Rothbard, 2000) .
So far, the spillover of flow has not been widely examined. We only found one study that analyzed the effects of flow on daily levels of energy during non-work time . In this daily diary study, it was found that work enjoyment significantly predicted higher vigor and lower exhaustion at bedtime. Moreover, those employees who enjoyed at work and detached during leisure time achieved higher levels of vigor. The findings are in line with Trougakos and Hideg (2009) , who pointed out that when the activities are enjoyable, people are better able to replenish and build affective resources.
In the present study, we propose that on days when employees enjoy at work, they will report higher levels of well-being in the evening. We follow the conceptualization proposed by Shirom (2004) , and relate work enjoyment with higher levels of physical strength, emotional energy, and cognitive liveliness. These components represent the most salient domains of energy that humans possess (Shirom & Shraga, 2009 ). According to Fredrickson and Branigan (2005) , positive states increase a variety of personal resources, including physical, cognitive and emotional aspects. On the basis of this literature, we hypothesize that:
H1. Employees' daily work enjoyment will be positively related to daily well-being (i.e., physical strength, emotional energy, and cognitive liveliness).
The indirect effect of work enjoyment on partner's well-being
To what extent experiences lived at work by an employee may be transferred to the partner at home? It is reasonable to think that work experiences can easily cross over between colleagues, since they share the same environment. For instance, daily work engagement crosses over between colleagues on days when employees frequently interact with each other (Bakker & Xanthopoulou, 2009 ). There is also evidence for a crossover of flow between teachers and their students (Bakker, 2005) .
However, according to Westman, Etzion, and Chen (2009) , positive feelings following job events may also have a positive effect on the partner's well-being (crossover effect). Previous research has shown that positive experiences such as happiness or life satisfaction are transmitted between couples (Demerouti, Bakker, & Schaufeli, 2005; Rodríguez-Muñoz et al., in press) . Even so, the number of studies analyzing the crossover of positive feelings among partners is still so reduced that it should be included in the crossover research agenda (Westman et al., 2009 ).
To our knowledge, this is the first study that analyzes the daily crossover of physical strength, emotional energy, and cognitive liveliness. Traditionally, the crossover of positive experiences has been explained on the basis of the emotional contagion literature. It has been shown that exposure to an individual who is expressing a positive emotion produces a corresponding change in the emotional state of the observer (Pugh, 2001 ). Hatfield, Cacioppo, and Rapson (1994) considered emotional contagion as "the tendency to automatically mimic and synchronize facial expressions, vocalizations, postures and movements with those of another person and consequently, to converge emotionally" (p. 5). Thus, our second hypothesis is:
H2. Employees' daily well-being (i.e., physical strength, emotional energy and cognitive liveliness) will be positively related to their partner's daily well-being.
Our last hypothesis closes the circle proposed in this study. Previous studies have provided evidence for the upward spiral of flow in the form of increased job resources or increased energy resources (Rodríguez-Sánchez et al., 2011; Demerouti et al., 2012) . So far, there is a lack of research of an upward spiral initiated at work and transferred at home in the form of couples' increased well-being. As it has been proposed in Fredrickson's broaden-and-build theory (2001) , positive emotions broaden people's thought-actions repertory, prompting them to pursue a wider range of thoughts and actions. As a result, people have the opportunity to increase many different personal resources, which leads to enhanced well-being. As previously mentioned, well-being may cross over to the partner via an emotional contagion process (Hatfield et al., 1994) . Thus, in our final hypothesis we propose that:
H3. Employees' daily work enjoyment will have a positive effect on partner's daily well-being trough employees' daily wellbeing.
Method

Procedure and sample
We collected data from employees working in different organizations in Spain. Participants were recruited through the social networks of the researchers and their students. Participants had to first fill in a general questionnaire followed by a diary survey twice a day during five consecutive working days (Monday-Friday). Specifically, work enjoyment was measured at the end of the workday, whereas well-being was reported before going to bed. Responses of partners were linked by means of anonymous codes provided by the participants. All the information was sent back directly to the researchers.
Of the 220 survey packages distributed, 160 valid questionnaires were returned (72.7% response rate). Eighty couples (N = 160 participants and N = 800 occasions) participated in the study. Participants worked in a broad range of professional backgrounds, including financial institutions and business services, farming, construction, trade, industry, health and welfare, education and media. The final study sample consisted of 80 men (50%) and 80 women (50%). The average age of the participants was 41.63 years (SD = 12.16) and their mean organizational tenure was 19.47 years (SD = 11.50). On average, they worked 39.17 hours per week (SD = 10.58). The majority of the couples (69.7%) had at least one child, while 35% of the sample had a university degree or postgraduate studies. Most of them were salaried (82.8%) and 34.4% of the sample had a supervisory position.
Measures
Work enjoyment was measured with the subscale of the Workrelated flow inventory (Bakker, 2008) . The scale includes three items (e.g., "Today, I did my work with a lot of enjoyment"). Items were rated on a 6-point scale, ranging from 1 = not true at all to 6 = totally true. The mean of Cronbach's alphas across the five occasions was .87.
Well-being. In the present study we used Shirom-Melamed Vigor Measure as a way of conceptualizing well-being (Shirom, 2004) . It has been shown that individuals' levels of vigor may be considered as an indicator of their well-being (Shirom, 2011) . This scale consists of 12 items, measuring physical strength (e.g., "At this moment I feel I have physical strength"), emotional energy (e.g., "At this moment I feel able to show warmth to others"), and cognitive liveliness (e.g., "At this moment I feel I can think rapidly"). Given that we were interested on short measures, we used 3 items in each dimension. Items were rated on a 6-point scale, ranging from 1 = not true at all to 6 = totally true. The mean Cronbach's alphas across the five days was .82, .86, and .85 for physical strength, emotional energy and cognitive liveliness, respectively.
Data analysis
Our data set is composed of three levels. Specifically, repeated measurements at the day level consisted the first one (withinperson), individual persons the second level (between-person), and the dyad the third level (between-dyad). To test the hypotheses, we conducted multilevel analyses with the MLwiN program (Rasbash, Browne, Healy, Cameron, & Charlton, 2002 ) with three levels: day (Level 1, N = 800 observations), person (Level 2, N = 160 participants), and dyad (Level 3, N = 80 dyads). Following Ohly, Sonnentag, Niessen, and Zapf (2010), we centered predictor variables at the person level around the grand mean, and predictor variables at the day level around the respective person mean.
We analyzed our data following the actor-partner interdependence model (APIM, Cook, & Kenny, 2005; Kenny, Kashy, & Cook, 2006) . This approach has been used in previous studies with a similar research design (e.g., Rodríguez-Muñoz et al., in press; Sanz-Vergel, Rodríguez-Muñoz, , considering the dyad as the highest unit of analysis, with individuals nested within the dyad. APIM allows examining how an individual's predictor variable simultaneously and independently relates to his or her own criterion variable (actor effect) and to his or her partner's criterion variable (partner effect). In APIM models, the partner effect allows to test the mutual (i.e., reciprocal) influence between the members of the dyad (Kenny et al., 2006 ). In the current study, the crossover of well-being from the actor to the partner is tested simultaneously with the crossover from the partner to the actor. Moreover, as we were not interested in specific partner relationships (e.g., male vs. female), the members of the dyad were treated as indistinguishable. Thus, as suggested earlier, each member could be considered either as the actor or as the partner in the hypothesized relationships.
Results
Preliminary analyses
First, we calculated means, standard deviations, and correlations among all the variables of the study. As can be seen in Table 1 , the pattern of correlations was in the expected direction. Additionally, some demographic variables (gender, age, number of children, and hours worked per week) were related to the study variables, and we decided to control its effect in further analyses.
To provide statistical evidence for the use of a three-level (dyads, persons, days) model, we calculated whether our variables exhibited sufficient variability. For each day-level variable, we calculated the intra-class correlations with the intercept-only model. Results indicated that the three-level models explained a significant amount of the well-being variance. Specifically, regarding physical strength at home, the 42.82% of the variance may be attributed to withinperson variations, 41.2% of the variance was attributable to betweenperson variations, and 16% of the variance was attributable to between-dyad variations. Results concerning emotional energy at home showed that 35% of the variance may be attributed to withinperson variations, 44.5% of the variance was attributable to betweenperson variations, and 20.5% of the variance was attributable to between-dyad variations. Finally, results regarding cognitive liveliness showed that 36.2% of the variance may be attributed to within-person variations, 35.5% of the variance was attributable to between-person variations, and 28.3% of the variance was attributable to between-dyad variations. These results support the use of multilevel modeling with the three levels of analysis, because the variance attributed to the dyad was in all cases significant.
Hypothesis testing
To test our study hypotheses, we examined a series of nested models. In the Null Model, we included the intercept as the only predictor. In Model 1, we included person-level control variables (demographic information). In Model 2, we entered work enjoyment of both the partner and the actor. Finally, in Model 3, we entered actor's well-being. The differences of the deviances of the models follow a chi-square distribution and indicate whether the additional explained variance is significant. Results showed that Model 3 showed a better fit to the data than the rest of the models in each of the three well-being dimensions as dependent variables. Tables 2-4 present unstandardized estimates, standard errors, and t values of the three well-being dimensions. Hypothesis 1 stated that individuals' daily work enjoyment would be positively related to their own daily wellbeing. The results support this hypothesis, since work enjoyment was related to physical strength (t = 6.52, p < .001), emotional energy (t = 7.92, p < .001), and cognitive liveliness (t = 6.28, p < .001).
Hypothesis 2 suggested that there would be a bidirectional crossover of daily well-being between both members. Results showed that actor's daily physical strength was positively related to partner's physical strength (t = 3.20, p < .001). Similarly, the bidirectional crossover of daily emotional energy was significant (t = 2.17, p < .05).
Regarding daily cognitive liveliness, the crossover was also significant (t = 3.12, p < .01). These findings support Hypothesis 2.
Finally, Hypothesis 3 suggested that actor's work enjoyment would have a positive effect on partner's well-being through actor's well-being. The three conditions that should be met in order to support this mediation hypothesis are (a) actor's daily work enjoyment should be positively related to actor's daily well-being; (b) actor's daily well-being should be positively related to partner's daily well-being; and (c) after the inclusion of the mediator (actor's well-being), the previously significant relationship between actor's daily work enjoyment and partner's daily well-being either turns into non-significant or becomes significantly weaker. The test of Hypothesis 1 and 2 already supported the first two conditions. However, analyses did not support the third condition, since actor's work enjoyment was not significantly related to partner's wellbeing. However, it has been suggested that in cases where mediation hypotheses are rejected, alternative hypothesis of indirect effects should be examined (Mathieu & Taylor, 2006) . Indirect effects are a special form of intervening effects whereby the predictor and the dependent variable are not related directly, but they are indirectly related through significant relationships with a linking mechanism. We tested this indirect effect with the Sobel (1982) test. Results showed that actor's work enjoyment indirectly, positively relates to Table 2 Multilevel estimates for models predicting physical strength at home of the partner (N = 80 dyads, N = 160 individuals, N = 800 observations) partner's daily physical strength via actor's daily physical strength (z = 3.49, p < .01). Similarly, actor's work enjoyment indirectly, positively relates to partner's daily emotional energy via actor's daily emotional energy (z = 2.00, p < .05). Finally, results showed that actor's work enjoyment indirectly, positively relates to partner's daily cognitive liveliness via actor's daily cognitive liveliness (z = 2.38, p < .05). Thus, hypothesis 3 is partially supported.
Discussion
In this study, we analyzed the impact of a short-peak work experience (i.e., work enjoyment) on the non-work domain. Based on Fredrickson's broaden-and-build theory (2001) we predicted that daily work enjoyment would be positively related to daily well-being and, in turn, daily well-being would be transmitted to the partner. To the best of our knowledge, this study is the first to examine the impact of work enjoyment on partner's well-being on a daily basis.
Main findings
Overall, our results supported our hypotheses. First, results showed that daily work enjoyment was positively related to own physical strength, emotional energy, and cognitive liveliness. This finding is in line with the results reported by Steele and Fullagar (2009) , who demonstrated that flow was positively related to physical health. In the same vein, Demerouti et al. (2012) found in their diary study that absorption and enjoyment were significantly associated with energy after work. Our findings may be explained using the broaden-and-build theory (Fredrickson, 2001 ). According to this theory, positive emotions (a) create the urge to explore the Table 3 Multilevel estimates for models predicting emotional energy at home of the partner (N = 80 dyads, N = 160 individuals, N = 800 Table 4 Multilevel estimates for models predicting cognitive liveliness at home of the partner (N = 80 dyads, N = 160 individuals, N = 800 observations) environment, (b) create the urge to share emotions with others, and (c) broaden the scopes of attention and cognition, enabling flexible and creative thinking. Based on these propositions, we can explain why work enjoyment increases physical strength, emotional energy, and cognitive liveliness, respectively. Second, we found a bidirectional crossover of well-being. More specifically, the three components of well-being were transmitted between members of the partner. Although previous studies have provided evidence for the crossover of well-being in terms of life satisfaction (Demerouti et al., 2005) , vigor (Westman et al., 2009) , or positive mood (Song, Foo, & Uy, 2008) , this is the first study that shows a daily crossover of three types of well-being. The main mechanism proposed by researchers to explain a direct crossover between couples has been an emotional contagion process (see Bakker & Demerouti, 2013) . According to the latter authors, the emotional contagion is particularly likely among intimate partners, especially when they pay close attention to each other. This argumentation may be applied to our findings, so that observation of another person's physical strength, emotional energy and cognitive liveliness elicits congruent postural or vocal expressions, as well as congruent feelings within the observer (Barsade, 2002; Hatfield et al., 1994) .
Finally, we proposed an indirect effect of daily work enjoyment on partner's well-being via actor's well-being. Results showed that actor's daily work enjoyment was not directly related to partner's well-being, but was indirectly related via actor's well-being. This finding agrees with the study conducted by Rodríguez-Muñoz et al. (in press) , who also found an indirect link between a work-related experience (i.e., work engagement), and partner's happiness via employee's happiness. Furthermore, Westman et al. (2009) in their study among 275 business travellers found that demands on the travellers (number of trips) and their resources (trip control and their business trips satisfaction) were positively related to travellers' vigor and, in turn, travellers' vigor crossed over to spouses' vigor. Taken together, our findings are in line with previous literature and suggest that work enjoyment has a positive impact on employees' significant others, via employees' physical, cognitive, and emotional well-being.
Limitations and suggestions for future research
The present study has a number of shortcomings. First, we worked with three levels of analysis, couple, person, and day, but we only included predictors at two levels: person, and day. This means that we miss information on how certain aspects at the couple level could be affecting the process of crossover. For instance, as previously mentioned, in a daily diary study among colleagues, the transmission of work engagement was higher on days when colleagues frequently interacted with each other (Bakker & Xanthopoulou, 2009) . Therefore, there are variables at the couple level that could help us to improve our understanding of the crossover process (such as time spent together during the evening). Future studies should address this issue, as the case of Song et al. (2008) , who found a crossover of positive mood among couples, but only when both spouses were physically together.
Second, in the present study, we only examined one component of flow because we were especially interested in affective components. However, future studies could examine the impact of the three aspects of flow on well-being indicators at home.
Third, we have examined a positive state during work. Interestingly, it has been shown that the experience of flow is not linear (Rodríguez-Sánchez et al., 2011) . Specifically, the latter authors found that enjoyment was higher during non-working tasks, whereas absorption was higher when working. On the light of these results, it could be interesting to examine enjoyment while performing off-job activities and its implications for couples' well-being. There is a recent line of research on how the degree to which an individual wants to engage in a specific off-job activity influences quality of life outside the work domain (Volman, Bakker, & Xanthopoulou, 2013) . However, these studies do not explicitly evaluate the level of enjoyment. We encourage scholars to make an effort to integrate work and home domains. For instance, Hahn, Binnewies, and Haun (2012) showed that absorption in joint activities with the partner during the weekend increased positive affective states at the beginning of the following working week.
Finally, we used a daily diary design, so that employees had to fill in the questionnaire twice a day: after work and before going to bed. This reduces retrospective bias because the person informs about recent events (Ohly et al., 2010) . However, as it has been previously noted, flow is a short-peak experience. Thus, future studies could adjust the methodology to better capture this phenomenon. For instance, the experience sampling method, which implies answering to specific events immediately after they have taken place, could be an appropriate technique.
Practical implications
Our findings have several implications for practice. We found that the affective component of flow has a positive impact on employees' well-being, which in turn affects their partner. This is an example of work-family facilitation, that is, "the extent to which an individual's engagement in one life domain (i.e., work) provides gains which contribute to enhanced functioning of another life domain (i.e., family)" (Wayne Grzywacz, Carlson, & Kacmar, 2007, p. 64) . By creating a positive work environment, it is more likely that employees build resources that may use in the home domain, which in turn, will affect the organization in a positive way.
Given that job resources such as autonomy or feedback are conditions that evoke flow, organizations should redesign tasks in order to promote flow among their employees (Bakker, 2008) . In the twenty first century, we should move on toward a more flexible view of the work design. Even in the most routine jobs, employees may exert some influence on the work environment, which has been called job crafting (Wrzesniewski & Dutton, 2001) . This is an interesting line of thinking, and organizations should provide employees with the opportunity to redefine their jobs so that they could enjoy their daily tasks or at least, some of them during the workday.
On the other hand, creating a flow experience may not be easy for all employees. Training programs on "flow" could help individuals in their daily routine, not only at the work but also at the home level. In these programs, the employee could acquire skills on how to better concentrate, how to focus on positive events and not only on the negative ones, as well as practicing different exercises such as relaxation or mindfulness techniques.
